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     As consequence, we never stop 
learning about boundaries.  In fact, 
one purpose of science is  to discover 
boundaries: what we can and cannot 
do in this universe.  
 
     We learn about boundaries from 
the time we are very young.  It is a 
parent’s primary responsibility to 
teach children about them. 
 
     Sometimes they are not taught 
deliberately, but by the discovery 
method.  Just-in-time and sometimes 
not, if you will.  If you learn about 
boundaries by this method you proba-
bly have had a lot of pain in your life. 
 
      It is conceivable that some people  
do not know about boundaries and in 
some cases may not have even been 
taught about them.  
 
     One role of schooling is to teach 
about boundaries.  The advantage of 
being in school is to have interaction 
with lots of different people and 
their boundaries.  What is acceptable 
and what is not is largely determined 
by what we learn about boundaries.  
Children learn this in their day-to-day 
interactions even if a real course is 
not taught by their teachers.   No 
doubt, one reason why some children 
have difficulty in school is because 
they have boundary problems. 
 
     And, of course, school prepares us 
for what is to come, namely work.  
I once had a friend a 
long time ago that 
had a boundary prob-
lem.  At the time, I 
didn’t know it.   
 
     Now all our lives are governed by 
boundaries.  Boundaries are some of 
the first things we establish in our 
relationships at work or play.  
 
     Boundaries are markers of sorts 
that tell us what we can or cannot do.  
They can be clear or fuzzy.  With 
clear boundaries we know what to 
expect; fuzzy boundaries on the oth-
er hand are best described by Mrs. 
Gump, “...you never know what you 
are going to get!” 
 
     The clarity of our boundaries de-
termines how well we interact with 
our world.  Complexity creeps in when 
we realize in any of our relationships 
that there are always at least two 
sets of boundaries - yours and mine.  
The art of relationship building is 
making each clear to the other. 
 
     To complicate things even fur-
ther, boundaries evolve and change 
over time.  As a friendship with a 
person grows, for example,  we gen-
erally change our boundaries, and 
topics and behaviors that were once 
off limits are no longer so.  This can, 
of course, be frustrating and at 
times even dangerous, which makes 
life so interesting.   
There is this tree in a garden…   
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Bend the Curve 
Special points of inter-
est: 
 
● Next Clinicals  
  May  16 
    June 20 
 
● DOP 2-2  set  for 
Oct. 20-24, 2008 
at China Lake 
Conf. Center .  
    —  Walter E. Lowell 
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 Life-Altering Knowledge 
—  Arthur S. Davis 
  
If you knew with certainty, at a visceral level and/or in your heart of hearts a life-altering fact that re-
quired you to take action, would you take action?  
In this case, the you to whom I refer is you as a CI-P.  In addition, as a CI-P, what if you expanded 
this question?  What action would the leaders, workers, and/or managers you know take if they also 
knew with a high degree of certainty this life-altering fact?  Then the question is this: ‘Why is it that we 
can now buy a desktop computer for less than $400, a DVD player or a microwave oven for the price of 
a large pizza with the works, yet the cost of government always seems to be going up?’1  What if you 
know with certainty that ‘overcoming the myths that keep government from radically improving’2 is a 
matter of doing work to master an understanding of these three myths, using this knowledge to identify 
and prioritize the processes to be improved, and using Lean tools to make the improvements that guar-
antee radical improvements?   
Perhaps there are hundreds of answers to the question, “What action would you/they take?”   
Briefly, here are three possible answers:  
1.  You know these life-altering facts to be truth.  As a Bend-The-Curve  (BTC) CI-P, you are active-
ly learning and doing more, using Lean to help Maine State government overcome the myths that 
keep it from making radical changes that result in 20%, 30%, or even 40% improvements.3  
2.  Although BTC is four years old, you and your leaders, workers, and/or managers have not been 
in a position to have the  ‘issues’ presented in a way that enabled you to ‘get-it’ at a “gut level”, 
i.e.  a level that moves you to lead,  take action, and/or to help others take action.  
3.  You are a CI-P, the concepts and the training were convincing, but ______ prevents you from 
taking action [You fill in the blank].  
Answers #1 and #3 are somewhat self-explanatory.  In #1, the CI-P is engaged (e.g. doing VSMs, 
Kaizens, 5S events, etc.) & is working to engage others.  In #3, the CI-P is likely to be in process.   
My explanation to answer #2:  some of our leaders, our fellow workers, and our managers have not 
yet had the opportunity to: 
 Read, study, and experience the “We Don’t Make Widgets”  book,  
 Read,  study, and experience “ The Hitchhiker’s Guide to Lean”, 
 Experience a Lean 101 simulation, or  
 Experience other BTC study resources and experiential opportunities. 
If they had these opportunities, they would be actively leading and participating. I believe that they 
are acting with the best information that they have for now.  However, from my experience, if they knew 
with certainty that they could make improvements that would routinely result in 20%, 30%, and 40% im-
provements, they would leap at the opportunity.  ( Yes, admittedly, there are a few, as it turns out, a 
very small number of persons —  no matter the truth as regards the changes suggested herein — who 
would not to take action.) 
What are your thoughts?  Send your answers by email to Walter or me (or both of us) at 
 arthur.s.davis@maine.gov or walter.lowell@maine.gov .  Or, call me at 207-621-5091. 
_____________________________________________________________________________________________________________________________________________________________ 
1 Adapted from We Don’t Make Widgets; Overcoming the Myths That Keep Government from Radically Improving.  Ken Miller..  
Governing Books; Washington, DC, @2006. 
2 Same as above. 
3 Extrapolated from Lean Six Sigma for Service: How to use Lean speed & Six Sigma quality to improve service and transactions.  
Michael L. George.  The McGraw-Hill Companies, @2003. 
  The staff of the Governor’s Training Initiative (GTI) had been anxiously awaiting 
the day it would be our turn to Bend the Curve.  The VSM planning work was done with 
great excitement and anticipation and the dates were set.  But there were challenges 
from the start!  Lead CI-P, Lita Klavins, came down sick, and there was no way she could 
even think of leaving her bed.  And the VSM Manager (me) developed a severe case of 
appendicitis.  That meant that the other Lead, Tim Griffin, shouldered the responsibil-
ity of making it all happen.  Fortunately, Walter Lowell could step in to help.  And Arthur 
Davis was on hand, too, to lend assistance. 
 
 The results of those three days of VSM work were impressive and created enough 
excitement to generate on-going motivation for the work ahead. 
 
 The first of the four Kaizens identified in the VSM was held during the first 
week of April and, again, the results are impressive!  Redesigning forms and their use is 
never easy or fun, but the outcomes are definitely worth the effort.  The Kaizen Team 
represented GTI staff, CareerCenter staff who are responsible for working with busi-
nesses that apply for funding for training costs, a DECD representative who sits on the 
Review Team that determines GTI awards, and two private sector business representa-
tives (the customers of the process) who gave their input on using the current forms 
and how the application forms and process might be easier and more productive.   
 
 From my perspective, the work has been intense, exciting, and exhausting.  But it 
has the potential to help this program be more effective and efficient, especially in 
light of dwindling staff resources.  I feel that our Bend the Curve journey has only just 
begun…. 
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MDOL GTI Application Process — Forms Kaizen Team 
From left:  Rebecca Ruggiero, Jeanne St. Pierre, Krista Irmischer, Merle Davis, Gail Dyer, Jerry Smith. 
Not pictured:  Adam Fisher, Peter Fitch, David Klein. 
            
— Gail E. Dyer, MDOL       Bending that Curve 
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Ken Miller Workshop ! 
Don’t forget it’s in the week of Sept. 15th. 
Arthur will be providing more information.  
(arthur.s.davis@maine.gov)  
     In Lean lingo, we create more muda then we 
resolve.  Hence, the time and effort in planning 
our interventions.  To be successful, we need to 
get the boundaries right, and it is often easier 
said then done. 
 
     Now about my friend.  It turns out my friend 
never went to school.  The idea of boundaries, at 
least as I had come to understand them, was 
missing, which of course lead to much misunder-
standing.  It was like a dance in which both peo-
ple are trying to lead-- the stepping on toes, the 
awkward pauses: You know there is something 
not right, but you are not quite sure what it is.    
 
     It took me a long time and a lot of pain to 
understand this was about boundaries not being 
clear – for both of us actually.  I am not sure 
whether my friend ever came to the same un-
derstanding and, sadly, I never got the chance 
to explain. 
 
     Boundaries are set at the very beginning of 
every story that has a happy ending.  You see, 
once upon a time there was this tree in a gar-
den…  
   ——  Walter 
     We have boundaries at work as well.  Policies, 
procedures, degrees, licenses, and standards 
established by employers set boundaries for em-
ployees.  We want, need indeed, seek clear 
boundaries. 
 
     Problems come when boundaries are not 
clear.  This leads to confusion, errors, ineffi-
ciencies, delays, misunderstanding ,and mistakes 
— all costly to people and organizations.  This is 
often when CI-Ps are called on to see if we can 
help.  And one of the first tasks is to delineate 
the boundaries of a problem. 
 
     We spend a lot of time learning about the 
importance of boundaries.  It is at the very 
heart of our work.  From our initial contact with 
a sponsor, going to Gemba, doing a SIPOC, devel-
oping a charter — all of this is about under-
standing and establishing the boundaries of the 
work we are about to do. 
 
     Establishing boundaries determines the type 
of intervention, who needs to be on the team, 
what the product is, who the supplier is, and who 
the primary customer is. 
 
     As in our personal relationships, if we don’t 
get these boundaries right, then the work will 
not be right either. 
 
There is a tree in a garden…  
          (Cont’d. from page 1) 
 
 
Next Clinical Supervision:   May 16thth 
 
  
Take a look at Bend the 
 Curve in Outlook Mail’s 
 Public Folders ! 
 
 
The BTC Public Folder now contains - 
 
1) The Outlook Calendar of BTC/Lean events.  
Remember that you can not only check for 
events on this calendar but should also be 
entering your events/interventions in it in 
order to keep others informed. 
 
2) The latest version of the CI-P Manual. 
 
3) A variety of current materials, to be shared 
with you, related to your CI-P Development 
(certification, tools, etc.). 
 
4) Outlook BTC Contacts where you can find 
the latest CI-P distribution lists and BTC-
related contact information.  You can just 
click and drag any of these contacts into 
your own Contact folder. 
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  BTC in Outlook’s Public Folders        
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Office of Lean Management: Savings Summary '06 & '07 
      Gains/Improvements1 
      Cost   Time   Quality 















% Improvement in 
Process Efficien-
cy6 
  DHHS                 
                    
  Adoption Services   $1,057,999   40% 0.08 276.16   78% 
          
      
  
  
  Allocation Plans   $656,62   85% 0.03 na   183% 
          
      
  
  
  APS Reporting   $38,605   1% na na   78% 
          
      
  
  
  Child Day Care   $700,000   na na na   na 
          
      
  
  
  Complaint Investigation   $96,523   45% 1.58 26.70   604% 
          
      
  
  
  Contract Agreement   na   10% na na   na 
      
  
  
      
  
  
  Death Certification   na   94% na na   2361% 
          
      
  
  
  Eligibility   $377,080   46% 0.38 na   127% 
          
      
  
  
  Environmental Lab   $102,973   90% 0.01 30.76   571% 
          
      
  
  
  Forensic Lab   na   38% na na   302% 
          
      
  
  
  Microbiology Lab   $120,582   99% 0.01 5.99   1063% 
          
      
  
  
  In-State Travel   $7,395   45%   22.13   151% 
          
      
  
  
  Prior Authorization   na   36% na na   77% 
          
      
  
  
  Post Audit Settlement   $4,872   30% 0.08 15.60   107% 
      





1&3   $4,795   
na na na 
  
80% 
          




Waiver Funding CO   $37,730   69% 0.02 44.09   236% 
     








98%  0.10  27.63  
  
228%  
  Other Depts/Agencies                 
          
      
  
  
  Invoicing-Muskie   $45,925   85% 0.75 46.26   307% 
          
      
  
  
  Payroll-DAFS   $19,822   82% na na   374% 
          
      
  
  
  IR Access-DAFS   $318,841   61% 5.21 207.58   192% 
          
      
  
  
  Recruitment-DAFS   na   31% na na   69% 
          
      
  
  
  Check Deposit-DAFS   $14,616   95% 0.02 90.00   714% 
          





Initiative - DOL   $18,488   48% 0.30 29.88   64% 
          
      
  
  
  Average*   $229,617   58%      379% 
  Totals**   $4,133,097     8.57 822.78     
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OLM Savings Summary Footnotes: 
1) Savings are based on calendar year 2006 and 2007 Lean interventions for which data was collected.  Additional Lean in-
terventions were completed but either no quantitative data was collected or the interventions are still on-going.  These in-
clude Autism, PDD, Brain Injury, Estate Management, and Transition Services. 
2) Cost savings reflect annual staff time saved, calculated in minutes using an average per minute cost of $.58 per minute.  
Not all cost savings are included (i.e. impact on the work of other staff, paper saved, postage saved, mileage, etc). 
3)  Reflects the percent improvement in lead time when improvements are made (i.e. from 10 days to 5 days=50% improve-
ment.)  Lead time measures how long a consumer must wait for a service or a product. 
4) The annual amount of staff time saved is expressed as Full-Time Employee Equivalents. 
5) Consumer days saved measures the annualized reduction in time consumers have to wait for a service produced by the 
process. 
6) Percent improvement in process efficiency measures the ratio of value-added time over lead time for the Current State 
versus Future State and reflects the percentage improvement in efficiency in the utilization of resources to deliver the ser-
vice. 
* Average cost represents average annual savings in staff time per process.   
* Average Lead time represents average expected improvement per process.  
* Average PCE represent average improvement in process efficiency.  (This is a quantitative measure of 
 improvement in resource utilization.) 
** Totals represent total savings to date. 
 
 
BTC Lean Events 
Date Time Topic Location Contact 
April 18 8-4:30 Clinical Supervision Greenlaw ASD / WEL 
May 16 8-4:30 Clinical Supervision Greenlaw ASD / WEL 
June 9-13 8-5:30 DOP 1-5  China Lake Con-
ference Center 
ASD / WEL 
June 20 8-4:30 Clinical Supervision—Study 
Missions 
TBA ASD / WEL 
July 18 8-4:30 Clinical Supervision—Study 
Missions 
TBA ASD / WEL 
Aug 15 8-4:30 Clinical Supervision—Study 
Missions 
TBA ASD / WEL 
Week of Sept 
15th 
TBA Ken Miller Workshops TBA ASD 
Oct 20-24 8-5:30 DOP 2-2  China Lake Con-
ference Center 
ASD / WEL 
May 2009 TBA Ken Miller Workshops TBA ASD 
* To add or see more events or detail, go to the Bend the Curve Calendar 
in Outlook’s Public Folders.  
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         Announcements:  * DOP#5 is planned for June 9-13 at China Lake Conference Center.  
  * Arthur handed out DOP1 certificates.  * John reviewed time of events for this year. 
 
Start-Up Process: Name/ / from // What am I looking forward to today? 
– Help me to integrate Lean and work & Ford discussion. - To the metric discussion. 
- Looking forward to the Ford discussion.   - Reconnect after an absence for awhile. 
- Looking forward to the whole day.    – To the ford discussion. 
– Provide a space for me to focus on learning, something new going on...something to learn. 
– Getting back into lean, getting grounded in method. 
– Getting connect with a good and interesting group of colleagues. 
– Deeper experience in lean learning.  Realize Clinical is important, like to discuss topics & integrate 
what we are learning with the rest of my work. 
 
   Henry Ford’s  My Life and Work.  See selected quotes from everybody begin- 
   ning on page 10. 
 
    John & Lita presented a spirited discussion on how to summarize metrics  
    for the current state. 
 
   A. BTC Public Folder.  We have a BTC site in Public Folders in Outlook.  This  
   contains (1) a Calendar that all CI-Ps have rights to and can put Lean/BTC activi-
ties in; (2) current Contacts including distribution lists, rooms, caterers, etc.; (3) the CI-P Manual; and (4) 
other CI-P Development materials.  See page 5 this issue. 
 
B. Customer focus Service System.  Walter presented an overview on a process, based on work done 
by Robin Lawton (and subsequently Ken Miller) that he will be using in a brief intervention on Monday. 
 
C. CI-P vs. Facilitator.  CI-Ps are not trained as facilitators but as Continuous Improvement Practition-
ers.  There is a difference between trained/skilled facilitators and our lean practitioners.  Our use of any 
facilitation knowledge and techniques is to enable/to serve the practice of continuous process improve-
ment. 
 
D. Study Mission.  Brewer Automotive is ready for us. We discussed using the Clinical Summer sched-
ule for Study missions around the state. 
 
E. Non-linear processes in VSM Activity.  Reviewed different ways non-linear processes have been 
handled in other VSM work, using Payroll and GTI as examples. 
 
F. Batch vs. work waiting.  A lively discussion on the difference between batch:inventory/work waiting 
and how batch is not an effective tool for making work flow. 
 
G. Inventory Time Definition.  Discussion on what is inventory time and how it is calculated in a VSM. 
 
H. Difference between Ford/Toyota/Chrysler.   
- Was Ford top down? 
- Was it the cultural issue that enabled Toyota’s success? 
 










—— contributed by Walter Lowell    (cont’ d from previous page) 
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Developed a standard process by which we would lead read-
ing events.  Once the reading has been chosen.  We used 
BO groups to do this work. 
 
Process: What will you take home from today? 
 
  Drive my Ford with pride!       Session was edifying. 
  Metrics discussion was good - learned a lot.    Prep for reading was really good. 
  All good!  All Excellent!       Afternoon session was great! 
  I liked the thing Walter is doing on interventions.    Very Worth it! 
  Glad to see so many familiar faces here.     I got a whole lot out of today. 
  Thinking about my project, I got some good ideas today. 
  Book discussion, leading a reading session was great!  Metrics were good! 
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Jim McNerney’s top tips for implementing innovation. 
1. You can’t have creativity without discipline: “At every stage, you must ask wheth-
er the project is on target to deliver a compelling value proposition” 
2. Switch emphasis from the individual to the team: “It takes people working across 
different groups, disciplines and organizational lines to make it happen” 
3. Good leaders treat growth as a process: “Never-ending incremental improvements 
are vital to sustaining current business and opening new opportunities” 
 
 
Is this the toughest job in America? Business Management. Magazine.  
BDS Publishing Ltd. 
 
Alan Mulally’s unique brand of charismatic toughness could be just what Ford needs to turn itself into a 
new engine of growth. Business Management reports. 
Business Management US Article: Is this the toughest job in America? 
 
               
Learning from the Best  Business Management. Magazine.  BDS Publishing Ltd. 
It takes real leadership to set the tone and create the conditions for innovation to flourish at all levels of an 
organization; Boeing chief James McNerney has now managed it at three of America’s biggest. How? 
“Always sweat the small stuff,” he says. By Ben Thompson. 
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March Lean Learnings - Henry Ford 
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At the March Clinical, attendees were asked to bring a quote from Henry Ford’s book My Life 
and Work and be prepared to discuss why they selected the quote and what meaning it had 
for them as a CI-P.  It was a lively, fun, and informative discussion.  I was delighted  at the 
response and comments people had on this great American who changed our lives and world, 
even today.  Below are some of the quotes selected and the name of the CI-P who presented 
it.  At the very bottom is a link from Reuters reported earlier this month describing how Ford 
Motor Company (FMC) is re-discovering their Founding Father’s ideas and changing the way 
FMC does its work.  —- Walter  
 
CI-P Selected Quotes from Henry Ford’s book,  My Life and Work 
 
“You can hardly have too much harmony in business.  But you can go too far in picking men because they harmo-
nize.  You can have so much harmony that there will not be enough of the thrust and counterthrust which is life-
-enough of the competition which means effort and progress.  It is one thing for an organization to be working 
harmoniously toward one object, but it is another thing for an organization to work harmoniously with each indi-
vidual unit of itself.  Some organizations use up so much energy and time maintaining a feeling of harmony that 
they have no force left to work for the object for which the organization was created.  The organization is sec-
ondary to the object.  The only harmonious organization that is worth anything is an organization in which 
all the members are bent on the one main purpose--to get along toward the objective.  A common pur-
pose, honestly believed in, sincerely desired--that is the great harmonizing principle. 
 
I pity the poor fellow who is so soft and flabby that he must always have "an atmosphere of good feeling" 
around him before he can do his work.  There are such men.  And in the end, unless they obtain enough mental 
and moral hardiness to lift them out of their soft reliance on "feeling," they are failures.  Not only are they 
business failures; they are character failures also; it is as if their bones never attained a sufficient degree of 
hardness to enable them to stand on their own feet.  There is altogether too much reliance on good feeling in 
our business organizations.  People have too great a fondness for working with the people they like.  In the end 
it spoils a good many valuable qualities. 
 
Do not misunderstand me; when I use the term "good feeling" I mean that habit of making one's personal likes 
and dislikes the sole standard of judgment.  Suppose you do not like a man.  Is that anything against him?  It 
may be something against you.  What have your likes or dislikes to do with the facts?  Every man of common 
sense knows that there are men whom he dislikes, who are really more capable than he is himself. 
 
And taking all this out of the shop and into the broader fields, it is not necessary for the rich to love the poor 
or the poor to love the rich.  It is not necessary for the employer to love the employee or for the employee to 
love the employer.  What is necessary is that each should try to do justice to the other according to his de-
serts.”  Lita Klavins  (the bolding is hers.) 
 
* * * * * * * * * * * * * * * * * * * * * * *  * * * * * * * * * *  
   
“Start with an article that suits and then study to find some way of eliminating the entirely useless parts.  This 
applies to everything … This is simple logic, but oddly enough the ordinary process starts with a cheapening of 
the manufacturing instead of with a simplifying of the article.  The start ought to be with the article.  First we 
ought to find whether it is as well made as it should be -- does it give the best possible service?”     Deidre 
Coleman 
* * * * * * * * * * * * * * * * * * * * * * *  * * * * * * * * * *  
 
“There is a tendency to keep monkeying with styles and to spoil a good thing by changing it....  Salesmen always 
want to cater to whims instead of acquiring sufficient knowledge of their product to be able to explain to the 
customer with the whim that what they have will satisfy his every requirement--that is, of course, provided 
what they have does satisfy these requirements.“   John Rioux 
 
* * * * * * * * * * * * * * * * * * * * * * *  * * * * * * * * * *  
 
"Whether you think you can or think you can't, either way you are right."   Joan Cook 
 
* * * * * * * * * * * * * * * * * * * * * * *  * * * * * * * * * *  
 
“The Government is a servant and never should be anything but a servant. The moment the people become ad-
juncts to government, then the law of retribution begins to work, for such a relation is unnatural, immoral, and 
inhuman. We cannot live without business and we cannot live without government.  
Business is never as healthy as when, like a chicken, it must do a certain amount of scratching for what it gets.    
The cutting edge of merchandising is the point where the product touches the consumer. An unsatisfactory 
product is one that has a dull cutting edge. A lot of waste effort is needed to put it through. The cutting edge 
of a factory is the man and the machine on the job. If the man is not right the machine cannot be; if the ma-
chine is not right the man cannot be. For any one to be required to use more force than is absolutely necessary 
for the job in hand is waste.   
 
The essence of my idea then is that waste and greed block the delivery of true service. Both waste and greed 
are unnecessary. Waste is due largely to not understanding what one does, or being careless in doing of it. “  
Eric Dibner 
 
 * * * * * * * * * * * * * * * * * * * * * *  * * * * * * * * * *  
 
“It is easy to give; it is harder to make giving unnecessary.  To make the giving unnecessary we must look beyond 
the individual to the cause of his misery--not hesitating, of course, to relieve him in the meantime, but not stop-
ping with mere temporary relief.  The difficulty seems to be in getting to look beyond to the causes.  More peo-
ple can be moved to help a poor family than can be moved to give their minds toward the removal of poverty al-
together. 
  
Let every American become steeled against coddling. Americans ought to resent coddling.  It is a drug.  Stand 
up and stand out; let weaklings take charity.”   Clough Toppan 
 
 * * * * * * * * * * * * * * * * * * * * * *  * * * * * * * * * *  
 
“Since we must work it is better to work intelligently and forehandedly; that the better we do our work the 
better off we shall be.  All of which I conceive to be merely elemental common sense.” 
  
The fact that a piece of work is now being done by nine men which used to be done by ten men does not mean 
that the tenth man is unemployed.  He is merely not employed on that work, and the public is not carrying the 
burden of his support by paying more than it ought on that work—for after all, it is the public that pays! 
  
The tenth man was an unnecessary cost.  The ultimate consumer was paying him.  But the fact that he was un-
necessary on that particular job does not mean that he is unnecessary in the work of the world, or even in the 
work .”      Billy Joe Ladd 
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 Reuters’ Ford Article Link:    http://uk.reuters.com/article/newsOne/idUKN2433673120080330  
The primary purpose of the Bend the Curve Team 
is to provide support, consultation, assistance, and 
leadership in process and other improvement ap-
proaches and activities for State staff and work 
teams as they seek to continually improve their 
work culture, procedures,  processes, and environ-
ments – in order to meet the mission of the de-
partment and the expectations of Maine citizens. 
 
OLM/BTC Staff: 
Walter E. Lowell, Ed.D. CPHQ, Director 
        Phone: 207-287-4307 
        walter.lowell@maine.gov 
Julita Klavins, M.S.W.  
        Phone: 207-287-4217 
        lita.klavins@maine.gov 
 
 
Office of Lean Management, DHHS 
47 Independence Drive, Greenlaw Bldg.   
Ground Floor, Room 6 
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The five-day CI-P Bronze 
second level enhanced 
training (DOP 2-2) is ten-
tatively scheduled for 
next October 20-24.  
DOP 2 is, as you know, a 
requirement for Bronze 
Level CI-P certification.  
If  you think you should 
attend DOP 2, please 
start making arrange-
ments now with your su-
pervisor.  Approval from 
your supervisor (whose 
support & agreement to 
pay are required) is criti-
cal. 
(DOP 1-5 is set for June 
 
 We’re on the net ! 
http://inet.state.me.us./dhhs/bendthecurve  
http://www.maine.gov/labor/bendthecurve/ 
Continuous Improvement Practitioners:  
BTC Intervention Facilitation Status 
  
DHHS   DOL   DAFS   
Kate D. Carnes L Jorge A. Acero IA-O Rae-Ann Brann L 
Nancy Cronin O Michael T. Brooker IA-O Wendy Christian IA-O 
Nancy Desisto L Deidre A. Coleman O Rebecca S. Greene IA-L 
Jane French L Joan A. Cook CL Lyndon R. Hamm IA-CL 
James Fussell L Stephen C. Crate IA-O Alicia Kellogg C-O 
Marcel Gagne O Arthur S. Davis C Billy J. Ladd CL 
Julita Klavins L Merle A. Davis L Michaela T. Loisel IA-L 
Don Lemieux C-O Eric Dibner O     
Muriel Littlefield C-L Peter D. Diplock O DOT   
Walter E. Lowell L Brenda G. Drummond O Michael Burns C-O 
Jack Nicholas* C-O Anita C. Dunham IA-CL Jessica Glidden O 
Ann O’Brien L Karen D. Fraser L Rick Jeselskis O 
Cheryl Ring C-CL Timothy J. Griffin L Robert McFerren O 
Terry Sandusky L Gaetane S. Johnson O Sam McKeeman C-O 
Clough Toppan* CL James J. McManus IA-CL Jeffrey Naum IA-O 
Helen Wieczorek* IA-O Scott R. Neumeyer IA-O     
    Bruce H. Prindall IA-L DEP   
    John L. Rioux L Carmel A. Rubin IA-O 
    Sheryl J. Smith L     
            
  
* Community CI-P IA - Inactive C – “Champion for Lean” -not facilitating  
L - Lead CL – Learning Co-Lead O – Learning Observer  
